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Views of Three or More MAGs 


standards, guidelines and criteria. 


' There is a need to establish SiHiie or career services along job or 
functional lines. : 


There should be a system that will generate assignments across 
organizational (including Directorate) lines, 


mien ae t 
Personnel mamagenent ‘Lacks prerevenciee sm in the Bane’ Bees 
' Better planning of employee mobility is needed; including 

rotational assignments, transfers, familiarization experiences, ete. 


The vacancy notice system is not working very well. 


Inereased employee access to training end educational opportunities 
(internal and external.) should be provided. 


With respect to communications, employees need to know better how the 
personnel management system works. Information on career services, 
panels, critcria for promotion end evaluation, etc. should be 
published, 


A system for evaluating PUUEEYABORS on their rating ability should be 
established. 


There is a need for planning and acting upon individual development, 
Within anc EONS component level. 


Selected tea Views. by One or Two MAGs. i: Z 


The home base concept is a barrier toa Directorate and Agency approach 
to personnel management, 


There is a need for a more orderly system to identify and take action 
on marginal employees. 

There is a need for the Deputy Directors to accept a more active role 
in pers cnet managenent,. 


° 


There is a need for a Supergrade Career Service. 


CIARDS has become a threat to employees, with pressures toward foreed 
early retirement. 


e 


ASN TRE IY ARCO RN NMR SE 


PAS see ME 


Pan Sl 9 Ocoee S88 pa 
tas , F 


° : y : “i ; an 2 7 , ts 
_- Approved F moqHpOSETHNGOGO170019-0 


rr Approved For Release 1999/09/24 : CIA RDP82- 00357R000800170019-0 


MAG Comment or Suggestion 


professionalisa, e.g., sts nderds, x 


® 


sed for the Deputy Directors to accept a more active role 
in personnel manegenent. . 


ome ¥ concent is a berricr ex Directorate or Agency x 
ey, mach to personnel manage mente 
X 


eed i m for more orderly identification and e Y x 
seperation of mergical esployees. 


eed better ways to use people and money as resources ere ; x 
curtailed. ‘ 

eed for putiiskee eriteria for promotions, renking 
ev FaUAvions s etc. 


‘ce role of the Director 6f Personnel epperently does not 
involve hin in personnel management. 


dininete probationery period followed by cereer stetus. 


ixpand number of upper slots for those who possess vital 
ov : + ° 
non-supervisory skills. 


ool Jerovn hiring es in CTP and hire ageinst epenings. 


tec? yp reeestedlish (lendestine Service concept to provide x 
frit de corps. 
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PLSG Comment or Suggestion 


Recomiending Deputy Directors set Agency Senne objects ives, and 
eriter le. ’ . 


Recommending this role be’ pleced with the Deputy Directors. 


. 


Recommending each Deputy Directoy. operate a system to identify 
employees who rank high, low and in between - 
. “ 
Recomen¢ing Deputy Directors plen personnel management, along witt. 
operations and fiscal plans. ‘ : 


Recommending Deputy Directors provide evaluation and promotion 
eriterie. x : 
. ca 
: és 


2 . . . . 
Recommending more Gigeae efforts to early detect, end termizete - 
poor performers. : : 
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MAG Com-ent or Suggestion 


Nenugement of all clericeis in en fAgency-wide 


inifornits 
ODN 


Osrrent Career Services eck w in structure, 


Career Services leck uniform practices, 


Neeé to establish panels or Career $ Services ¢ elong functicnel 
lines. . 


a i @ Supergrede Career Service. 


= : 
Es je one Career Service for each Directorate, 


Need for plans ané orgenization for individual developzent 
within and ebove component level. 


vidual is also responsible ‘and 


CnOwn 


Need an awareness thet indiv 
should rake his ieee 


Developren 


03 to. 


concentrates on manager 
range. 


tel level; needed et GS- 


ne now 
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Current exphesis on "comers" only; rot bread encuch. 


MOBILITY . 
, 

ae opportunity to compete for senior Agency Jobs. . 
a, ) 
“cel e systen to generate assicnments across orgenizetionel 

{including Directorate) lines. 
Seed to better protect exmpleyees when Surplus or seleetion~ 

out exercises teke place, 
Pegs . 
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Comment or Sa; niet tee 
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Considering Directorate-wide Clerical Career Services. 


Recommending Directorate Career Services end Agency Culdence, 
\ 
7 « 


x} Ditto : : 


x | Recommending option to be exercised by Deputy Directors, 


x | Recommending Supergrade mechanisn to consider so vecancies and 


assignment plens prepared by Deputies, 


x] Recomnending Directorete-level Career Services. - 


PDP a pertial answer, "Recommending Deputy Directors ‘develop. 
further plans and ‘Orgeniz zation. 


This is recognized in €areep Service concept 


. 


Reconiending int er-Directorate ro tation per seat uate veyiev, 
program. 
9 
x | Propostng that Deputy Directors have this option. 


Pount recognized in PASG report, acer "be 
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PACG Comment or Suggestiéda : . 


weed Tor better p i) Options left to Deputy Directors, : ; 
fenilierizeation details, etc. : 
ee 
Yencency Notice systems (or sxilis benk) needs Improvenent. 


ee 


x |x jxiix Options left to Deputy Directors, 
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3 
lensing on mobility, rotetionsl assignment,” - 
nm cét t : 


Ean-cyees need to know how the personnel system works. xix {x . Recommending that each Deputy Director develop and publish stands: 
. There shoulé be published internation on carecr services, p48 . ; | 
anels, criteria, etc. % : a | 
Require Directors end Office Feads meet periodically with A x (Already required, per DCI instructions.) , , ( Z 
groups of employees at 211 levels to deseribe personnel f : ‘ ZS 2; . 


TPALNING : “ 
Need to increase exnployee eccess to ee aah and educational x |x x | Recommend training criteria be developed by each Deputy Director. 
optcrturities (internal and externel). + ay cee = : : , 
Necd to heave e system to insure thet exployees will be able x | x° | Criteria to be developed by Deputy Directors. ‘pase considering 
to upéste their prefessions] skills, in modified MOS syste.’ — 
‘ . e = - 2° 
Expand sabbaticel trosrem to place some employees in acadente x ie : ae : 
anc professional jobs. outside the Agency. , an o oe 
Need to cvercome syndrome that going off te training removes : x aa) . ; ane 7 , bere 
exployoe from assicrncent and other considerations, ‘ ‘ 


SUPERVISION ne a , : : i 7 a 
nn . F ‘ a “i 5 ~ i 3 ’ *e Ses q 
Need @ Detter selection system for assigning supervisors end x 1 x Recommending each Deputy Director develop training criteria in his 
& progrs= of treininzg. Cereer Service, ee wee 
; - : 3 Ae edi : . : 
3 - ; Z ; A : 7 Aw ie a 
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MAG Comment or Sugzestion PASG Comment or Suggestion 


: : ere rae F : 
| sens nies haa sansa ee ieee 
Po pDoTp ep . , ‘ : : - 
Vehe Bin, 3 ; . 
i CIARSS has ‘become a threat implying exployees will be forced x - — 
i into early retirexent. + * a; 
( 
j FITweEss REPORTS r . | 
Need to enphasize develoomental end supervision counseling x (No action teken by PASS; PR's previously the subdsect oF ANC 
purposes of the Fitness Report. actions. ) 
Reed to eveluate supervisors on their rating ebility to reduce x x oe 7 
the numbers of inflated reports, evc. : 7 
- ss 
Need to include a place for enpleyee comments in the Fitness x 
Reports. 
2 a ‘ 
Sugzest remaning of the Fitness Report, e.g., Progress x 4 £ 
Report or Performance Report. © : 
; ‘ 
i Ratings are deceiving -if used for competitive renkings. x it 
Recutre periodic "Reverse" Fitness Reports on supervisors, ' : aan F = 2s 
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“CARTER SERVICE RESPONSES TO PASS CARKER SERVICE QUESTIONNAIRE * 
: _. [Relating to Théir Method of Pee vacne s] 


‘1. Have you formal 20a ‘the pencendek management OURO TANCE of 
your Career Service? If so, what are these objectives? 
o Response: Nearly 60% of the Career Services have no formally 
declared eoreomne. management objectives. : 


.°, » 2 Do you render an Annual Report, as Head’ of your ‘Career Service, 
'.. to your Deputy Director? no 


Response: No Career Service Head submits an overall annual report 
to his Deputy Director. (Several Career Services contended that 
APP and PDP meet tnis purpose. The question, however, did now 
‘intend to surface reference to these prognania.) 


| .3. Briefly describe the organizatior al structure of your Career 

- §ervice. Do ;suu, for example, have panel.s which take cognizance over 
people on a grade basis, a functional basis, etc.? ; 
Responses: All Career Services have boards and panels. Most 
boards and panels relate to exployee grade level; others -mix 
employee grade and function; occesionally sub-panels are foracd 
to consider functional groups within a grade. With the exccption 

» of the Medical Career Service, no Career Service has established 
panels with cognizance over employees by occupational categories 
without regard to grade. 


h, Wheat is the criteria for membership on your Career Service 
Board and Panels end how often is nembershiv rotated? 


« . ‘ 
« 


Response: The large majority of the Career Services use position 


-a + and rank as the criteria for membership to boards or panels. 
- Rotation of membership is generally more active at the lower grade 
Levels. 


\ 


5. Do you have published and disseminated criteria for employee 
“training? Please submit a copy of some. 


Response: Slightly more is half of the Career Serviccs ‘elaimed 
to have published training criteria. Several have worked out kinds 
of training applicable to different grade levels. A lesser number 
submitted copies of what they determined to be criteria for 
_.. employee training. Very few Career Services actually disseminated 
. --this information to their employees. 


6. - Tots your Gaveak Service sponsor full-time (120 days or more in 
duration) external academic training? * so, please state nunber of 
eases and percentage against total Career Service strength in each of 
the last three fiscal years. ? 
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